Picking the right people
by Tom Wilson — 10/09/2007

I've reviewed three of Leandro Herrero's books in the journal over the past couple of
years:

e The trouble with management,

e The Leader with Seven Faces, and

e Viral Change: the alternative of slow, painful and unsuccessful management
of change in organizations.

so I thought I would do this one on the Weblog - a first, in other words - at least for
me.

Herrero's books are built on his background knowledge of psychology and on his
practice as a management consultant. The result is that the books are always well-
grounded, not only through experience of his ideas in practice, but also in sound
theoretical knowledge. The difference from many similar texts is that this author's
books are actually readable.

Now there's another: New Leaders Wanted.: Now Hiring! 12 TR —
kinds of people you must find, seduce, hire and create a job
for. (meetingminds, 2007, £15.95)

[Y-10]
The author's starting point is one with which we are all leodlers
familiar: the world has changed, distance is diminished, the Wt‘d'
pace of organizational life has increased, presence is global naw \
not local. Where Herrero differs in his analysis is that, rather sy

than debate new business models, or the challenge of the
networked society, or e-commerce, he chooses to focus on
the kinds of people who are needed by today's businesses. e e

After a brief introduction, each chapter is about one of the twelve types of 'new kinds
of people' needed in the organization, if it is to survive in the global economy. Each
is given a catchy title that encapsulates the qualities involved: re-constructors of
elephants; riders of the network; disruptors; talki-walkers and so on. I shan't spoil
your fun in finding them when you read the book (as you surely must!), but we'll
look in a little more detail at one of them, chosen at random (literally, I used a
random number table :-).

Chapter 5 is just about the only chapter without a catchy heading (just my luck!): it's
called 'HCIF Managers', which is translated as, 'human capital investment fund
managers' - not exactly likely to stick in the mind, and I think that 'People Person'
might have served as well. In common with the other chapters, there is first an
explanation of the metaphor (here it is the metaphor of investment - the HCIF
manager treats people in the organization as investors of their own human capital),
with a page devoted to a keyword associated with the type, in this case it is 'talent’,
since the HCIF manager must be skilled at recognizing what talents the individual is
capable of investing.


http://www.meetingminds.com/nlw_overview.htm�
http://www.free-conversant.com/irweblog/881
http://informationr.net/ir/reviews/revs115.html
http://informationr.net/ir/reviews/revs239.html
http://informationr.net/ir/reviews/revs260.html
http://informationr.net/ir/reviews/revs260.html

This is followed by a section on the implications for the organization - it must be a
place where people believe it is worth investing in. This discussion is followed by a
'recruitment briefing', a profile of the person needed, and a section headed, 'In the
meantime in the office’, which is a check list of things to do to foster the organization
worth investing in.

For the Chief Executive, looking at how to change his/her organization, the
advantage of the book is that it is an easy read and s/he can quickly decide how
many of the types are already in the organization and which ones are missing. For it
is not Herrero's claim that each one of these types is good for a particular kind of
organization, but that today's organization needs all twelve. There is, however, the
13th type:

...you - Manager, CEO, Head of HR, Chairman of the Board, Section Head, Team
Leader or Business Owner - are the 13th type: a leader who understands this messy,
crazy environment full of possibilities and whose role it is to seduce these 'new
people' and to support them within the organization. (p. 11).

The book concludes with a 'Summing up' and an 'Epilogue' (Mapping your
organization's DNA), which provides another twelve characteristics of people, which
the reader is advised to try to detect in their organization. If this book does nothing
more than get the executive out of his or her office and into the retail outlet or the
shop floor or the trading room, or wherever, it will have more than done its job.

Recommendation: buy it!
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